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Introduction
Leaders play a critical role in an organization in its success or failure. Successful organizations have leaders who are responsive to new opportunities and direct the enterprise to progressively execute key strategic imperatives (Bass & Bass, 2008) . In the era of technological and dynamic world, leaders have to take up the challenges in the environment of the business and turn these radical and fundamental changes into competitive advantages of the organization. Leaders do things differently, that enhances the efficacy and performance of the organization. Turbulent environments require efficient managers to lead employees towards accomplishing business goals. Managers have different roles and responsibilities at each level of management within an organization. These roles and responsibilities require capabilities of professional maturity for managers.
Therefore, "leadership" as a concept is widely being debated, articulated and further researched in the field of management. The body of knowledge throws light on multiple dimensions of leadership. However, research works on comparative analysis of leadership of IT and Non-IT managers and its impacts on organizational excellence in India. Therefore this study compares and contrasts the leadership characteristics of managers of IT and non-IT organizations.
Review of Literature
Vardiman, Houghton, and Jinkerson (2006) 1 propose a model that provides insights in understanding how leaders are identified for growth and development within an organization and further how individuals within those organizations perceive themselves participating in leadership opportunities. Success of any organization is influenced to a large extent by the leadership style of the top level managers. 2 propose seven areas of learning are needed for software professionals, but those seven areas are mainly focused on the leadership, management, and interpersonal relationship. IT organizations face the challenging situation because of the absence of leadership quality in managers. In IT organizations, more often technical employees get promoted to project leaders on the basis of their mere technical knowledge, without considering their people management Xenikou and Simosi (2006) 3 reaffirm this observation and demonstrate that transformational leadership and organizational culture have been theoretically and empirically linked to organizational performance. He suggest impact of leadership development programmes in organizations has concluded that employee empowerment through training programmes has positive effect on organizational excellence. 4 state that an effective leader energizes the human assets of the organization. They also point out that transformational leaders identify changes as opportunities to achieve the shared vision of the organization. They further remark that leadership is not a solo activity and state that it is the by-product of team effort. 5 carries out a study to understand the impact of organizational culture on productivity and quality in software organizations in the Indian context, and, develop insights on cultural influences on productivity and quality in human centric and data intensive organizations. The study also discusses the impact of organizational culture on organizational effectiveness. 6 empirically investigate the hierarchical impacts on specific transformational leadership (TFL) behavioral dimensions like idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. They observe that Idealized Influence and inspirational motivation occur more frequently among senior managers rather than among middle level managers. However the study identifies no major differences for intellectual stimulation and individualized consideration. 7 have presented that transformational leaders are duty oriented and have critical thinking capabilities and has presented the critical competencies of transformational leadership as strategic thinking, relationship building, execution, and people development. 8 observes that transformational leadership style has a positive result on organizational productivity and the financial results. Emphasize that one of the results of transformational leadership is the improvement of organizational performance. They also state that transactional leadership would not make any significant change in successful and unsuccessful companies.
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9 study on the followers' leadership preferences in line with the full-range leadership model in Japanese organizations has observed that impact of cultural aspects is more predominant in the responsiveness of the employees.
Beinecke and Spencer's (2007)
10 study on the crisis in leadership in public administration concludes that significant differences in competencies and training are needed for top, middle and lower level managers. The changes in the business environment have increased the challenges and have produced an equal number of opportunities for enterprising leaders.
Avey, Hughes, Norman, and Luthans (2008) 11 propose a conceptual model relating concepts of leadership and positive organizational behavior for reducing employee negativity, and enhancing employee empowerment as an important mediator in establishing the causal relationships. It is observed that in case of transformational leadership positive psychological capital is significantly related to feelings of empowerment. 12 argue that if the head or manager is not a leader, he or she will plan but won"t envisage an attractive future and will organize and structure the department but won"t empower employees to make decisions. However despite differences of opinion on whether leadership is different from management or not, it is clear that leadership and management are complementing each other, though each one has its own functions and activities. While a mere manager achieves the organization"s goal by his/her authority, a manager with leadership quality influences his/her subordinates and motivates them to accomplish the goal of the organization. While a mere manager tends to be pure task oriented, manager with leadership quality feels a proper mix of both "person" and "task" oriented to achieve the goals of the organizations. In order to maintain equitable positions for organizations to survive in the industry, managers shall develop multiple capabilities and manage situations exhibiting exceptional leadership characteristics. Jandaghi, Martin, and Farjami (2009) 13 opine that management is dependent on formal power while leadership is resulted from a social influencing process. Thus the first view gives a clear indication that both management and leadership cannot occur in the same person. A manager in a formal organization has various managerial functions such as planning, organizing, controlling, budgeting, staffing, problem solving and other fundamental tasks necessary to run a business; whereas a leader provides a vision that drives the performance of the organization in accomplishing its goals. 14 states that the most important leadership competency required for a leader is adaptability and further points out that leaders are self made even though leadership theory and principles can be taught; but effective leadership behavior has to be learned. 15 have examined the major leadership studies in order to understand the specific roles that human or social capital capabilities play in the modern business environment and for fulfilling the challenges of future leadership requirements. The study reveals evidences of primary focus on human capital capabilities, while social capital skills have begun to receive more attention as a critical component of a leader"s skill sets.
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A study done by Jandaghi et al. (2009) 16 reveals that Transformational leadership is significantly higher in successful companies than unsuccessful one irrespective of the type of the industry. 17 observe in their study conducted in US, India, and China that organizational commitment of the individuals is positively related to transformational leadership of their superiors. They also say that the relationship between transformational leadership and followers" organizational commitment varies across cultures. According to them the relationship between transformational leadership of a leader and his/her followers" organizational commitment is stronger in collectivistic cultures than in individualistic cultures. 18 empirical study to understand the relevance of context on individuals" leadership behavior concludes that the immediate social context influences leadership behaviour apart from other factors like education of employees, present occupations and national origin. Many other studies also show that female leaders tend to score higher in transformational and lower in transactional leadership than their male counterparts. 19 have remarked that leadership is the important factor that contributes to successful organizational transformation. Transformational leaders shape such changes and help their organizations stay competitive. They point out that followers trust and emotionally identify with their transformational leaders, so that they are willing to stay with the organization-even under very difficult circumstances. He shows that the performance of an organization is influenced by the corporate culture, and that culture is influenced by leadership style. Thus the performance of an organization is influenced by leadership style through its culture Hotho and Dowling (2010) 20 examine the weaknesses of prevailing approaches to leadership development programmes and reveal that participant interaction with leadership development programmes varies from organization to organization depending on individual and/or contextual factors. The study concludes that aspects like context and participant differences shall be recognized and identified as factors impacting on the excellence of leadership development initiatives. 21 examines the cultural linkage of the leadership styles and observes significant differences between leadership styles and cultural groups and argues that culture and leadership interact in different dimensions in diverse contexts. It is also suggested that transactional leadership is found to be strongly aligned with the ratings of leaders from Malaysia, and transformational leadership scales correlated more with Australian managers. The practical implication of the study discusses the importance of understanding the required leadership skills and knowledge for managers and leaders working in organizations operating at the global level. The issue is equally important for enterprises which propose to operate beyond their national boundaries.
Ramachandran & Krishnan (2009)
Jepson's (2009)
Ramachandran and Krishnan (2009)
Jogulu (2010)
Atwood, Mora, and Kaplan (2010) 22 have evaluated leadership diffusion in a federal agency within the context of organizational learning and cultural change and observe that familiarity is the most important predictor of behavior change across all co-worker subgroups. It is also understood that co-workers with more exposure to the leadership programmes have increased levels of leadership behavior.
Arnone and Stumpf (2010) 23 suggest that in learning organizations shared leadership structure is considered as an acceptable leadership strategy that add the benefit of grooming business leaders. He suggest the relationship between leader traits and leadership behavior to understand leadership excellence across various situations and points out that effective leaders shall be warm, outgoing, kind, and trustworthy. 24 opines that leadership is not often regarded as a difficult process. Study on hotel industry argues that organizations get better results if the leadership is shared between task-oriented and relations-oriented leaders. 25 proposed that in the challenging business environment continuous transformation of the organization is necessary for the survival of the organization. He defines culture as "the deep structure of organizations, which are rooted in the values, beliefs and assumptions held by organizational members".
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Arslanturk (2011) 26 study determines the impact of employee empowerment on job satisfaction. The results show that empowerment has significant effect on job satisfaction, and the effect is much higher while psychological and behavioral empowerment aspects are also taken into consideration.
Stephenson (2011) 27 It should be understood that the presence of women in top management will add new perspective like societal relevance, Corporate Social Responsibility (CSR) and 360 degree empathy to the organizations. Holistic concerns about TBL (Triple Bottom Line of Planet, People and Profit) can best be handled by inducting suitable women into the higher levels of the hierarchy. This may help bring down corporate corruption, improve communication within and outside the organization and help handle change. So organizations should become "gender bilingual" to take full advantage of women"s talent.
Nuutinen and Lappalainen (2012) 28 suggest insights on barriers to business development in manufacturing companies from the perspective of leadership and organizational culture, and propose a framework for understanding the transformation and change within an organization. 29 have examined that whether the nature of leadership theories proposed in the early twenty-first century are valid among leaders of enterprises across the world and found that there exist significant differences in their approaches for decision making. He suggest the nature of leadership in the early years of the twenty-first century as conceptualized in the body of knowledge and propose strategies that help leaders examine and improve their own leadership abilities and styles.
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Objectives of the study
To find out the characteristics of leadership and group them in IT and Non-IT organizations.
Significance of the Study
This study aims at identifying and comparing the leadership characteristics of managers working in IT and Non-IT organizations. It also tries to examine the influence of leadership characteristics of managers on organizational superiority mediated through the intervening variables like organizational transformation and organizational culture, together described as organizational synergy. Many studies have been conducted to assess the leadership characteristics of managers. However, the review of literature shows the absence of comparative studies on leadership of managers of IT and Non-IT organizations, and its impact on organizational synergy and organizational superiority.
In the current global economic scenario, organizations require capable administrators with transformational and transactional leadership characteristics in ensuring organizational effectiveness and superiority. Hence, the study is significant in adding literature to the exiting body of knowledge on leadership characteristics of managers of IT and Non-IT organizations and to know its influences on organizational transformation, and organizational culture leading to organizational superiority. The study throws light on multiple dimensions of leadership characteristics on organizational excellence and is of unique relevance to the future researchers and professionals.
Statement of the Problem
The competitive business environment in the IT and Non-IT organizations has posed numerous leadership challenges to managers. Apart from the administrative skill sets, the modern day managers also require leadership capabilities which ensure effectiveness in managing the teams and achieving organizational goals. Even though there are visible diversities in the leadership requirements in IT and Non-IT organizations, the basic leadership challenges are almost similar. Hence, it is relevant to understand those leadership aspects that a leader shall possess in positively contributing to organizational quality. Therefore, this study on leadership characteristics of managers of IT and Non-IT organizations examines the similarities and differences in leadership characteristics of managers in two kinds of organizations-IT and Non-IT. Further the study also explores the impact of leadership on organizational fineness while proposing a model for leadership and organizational quality.
Analysis of Data
The data collected are coded and tabulated. This is analyzed using statistical package (SPSS) and all relevant outputs were generated. Descriptive techniques like averages, percentages and frequencies were generated. The statistical techniques like t-test, ANOVA, Correlation and Regression Analysis, Garrett Ranking Technique, Kruskal Wallis Test, Weighted Average Score Analysis, Chi-square Analysis, Factor Analysis. Friedman Rank Test was used for further analysis and testing of the hypotheses.
Analysis and Interpretation -Factor Analysis
Factor analysis is a multivariate analysis procedure that attempts to identify any underlying "factors" that are responsible for the co-variation among group independent variables. The goals of a factor analysis are typically to reduce the number of variables used to explain a relationship or to determine which variables show a relationship. The variables must represent indicators of some common underlying dimension or concept such that they can be grouped together theoretically as well as mathematically.
The characteristics of leadership personalities of managers in IT and Non-IT organizations are discussed with the factor analysis multivariate technique. However, before applying factor analysis, the data were tested for its appropriateness. 
Extraction Method: Principal Component Analysis
The above table 5.1 enumerates that the communalities of the selected 36 variables have good reliability and keenly checked that no one variable has low loading, i.e., less than 0.5. Thus finally, the 26 variables are selected for the factor analysis. The appropriateness of the data for the factor analysis is discussed in the following KMO and Bartletts" test. and Bartletts test of Sphericity are applied to verify the adequacy or appropriateness of the data for factor analysis. In this study, the value of KMO for overall matrix is found to be good (0.956) and Bartletts test of Sphericity is highly significant (p < 0.001). The results thus indicate that the samples taken are appropriate to proceed with the factor analysis. Also, the Bartletts Test of Sphericity, the KMO Measure of Sampling Adequacy and Communality values of all the variables are observed.
Further, to define the factors clearly, it was decided to delete any variable that had loading below ± 0.50. With this criterion, a series of factor analysis was performed on the data. Following each analysis, items which did not meet the criteria were deleted from the analysis. After this preliminary step, factor analysis with principal component analysis as an extraction method was performed on the remaining items. 
Rotated Component Matrix
After obtaining the factor solutions, in which all the variables have a significant loading on a factor, the researcher attempted to assign meanings to the pattern of factor loadings. Variables with higher loadings are considered more important and have a greater influence on the name or the label selected to represent a factor. The researcher has already examined all the underlined variables for a particular factor and placed greater emphasis on those variables with higher loadings to assign a name or a label to a factor that accurately reflects the variables" loading on that factor. The names or labels are not derived or assigned by the factor analysis computer programme, rather, the label is intuitively developed by the factor analyst based on its appropriateness for representing the underlying dimension of a particular factor. All the 4 factors are given appropriate names on the basis of the variables represented in each case. (0.720) shows highly inter-correlated with together. These statements reflect the characteristics of leadership personalities of managers in IT and Non-IT organizations framed certain rules and regulation and followed strictly. Hence, the researcher names this segment of the managers is Controlling Leadership of IT and Non-IT organizations. The reliability of these twenty seven variables is measured by using Cronbach"s Alpha and its value is 0.962. Factor 3 explains 13.883 percent of the variation and consists of nine variables. The variables, I provide others with assistance in exchange for their efforts (0.649), I re-examine critical assumptions to question whether they are appropriate (0.788), I fail to interfere until problems become serious (0.689), I focus attention on irregularities, mistakes, exceptions and deviations from standards (0.756), I am absent when needed (0.613), I wait for things to go wrong before taking action (0.624), I spend time teaching and coaching (0.491) shows highly inter-correlated with together. These statements reflect the characteristics of leadership personalities of managers in IT and Non-IT organizations framed certain rules and regulation and followed very rigorously. Hence, the researcher names this segment of the managers is Demanding Leadership of IT and Non-IT organizations. The reliability of these twenty seven variables is measured by using Cronbach"s Alpha and its value is 0.945.
Factor 4 explains 12.813 percent of the variation and consists of nine variables. I avoid getting involved when important issues arise (0.509), I talk about my most important values and beliefs (0.570), I seek differing perspectives when solving problems (0.632), I talk optimistically about the future (0.609), I instill pride in others for being associated with me (0.661), I discuss in specific terms who is responsible for achieving performance targets (0.558), I talk enthusiastically about what needs to be accomplished (0.679), I specify the importance of having a strong sense of purpose (0.612) shows highly inter-correlated with together. These statements reflect the characteristics of leadership personalities of managers in IT and Non-IT organizations framed certain rules and regulation and followed neatly. Hence, the researcher names this segment of the managers is Self confidence Leadership of IT and Non-IT organizations. The reliability of these twenty seven variables is measured by using Cronbach"s Alpha and its value is 0.972.
The characteristics of leadership personalities of managers in IT and Non-IT organizations in the present study compose four factors namely Independent Leadership, Controlling Leadership, Demanding Leadership and Self confidence Leadership characteristics. The initial instrument which is having 36 variables was adjusted to account for 4 factors.
Table shows the total composition of each factor that provides information regarding the items that constituted these two factors with their factor loadings, eigen values and the variance explained by each factor. The four-factor solution accounted for 66.056 per cent of the explained variance. The four-factor solution might be suggested for the characteristics of leadership personalities of managers in IT and Non-IT organizations. All the dimensions are named on the basis of the contents of final items making up each of the four dimensions. The commonly used procedure of Varimax Orthogonal Rotation for the factors whose eigen values are greater than 1.0, is employed in the analysis. The factors so generated have the eigen values between 16.574 and 1.154. All the items are found highly loaded under these four factors, which indicate that, the characteristics of leadership personalities of managers in IT and Non-IT organizations. The values of communalities (h 2 ) range from 0.514 to 0.782 for various factors. It means that the factor analysis extracted a good amount of variance in the variables.
Regression Analysis
To assess the overall effect of the characteristics of leadership personalities of managers in IT and Non-IT organizations and to determine the relative importance of the individual dimension of the generated scale, Multiple Regression analysis is performed. For regression analysis, the study adopts the use of a single-item direct measures of overall characteristics of leadership in the study area is excellent at five-point Likert scale. The regression model considers the 4 dimensions as the independent variables and the overall influencing factors as the dependent variable. The adjusted R 2 of 0.921 (p=0.000) indicates that 92.1 per cent of variance in overall characteristics of leadership personalities of managers in IT and Non-IT organizations is predicted. Further, the results also indicate that all the four variables Independent Leadership, Controlling Leadership, Demanding Leadership and Self confidence Leadership characteristics to be the significant predictors (p<0.001) of overall characteristics of manager in IT and Non-IT organization. Further, VIF values score from 1.168 to 1.197 indicates that multi-collinearity among the independent variables is not a problem. It is found that, one unit increase of characteristics of leadership is predicted from 0.739 unit increases of Independent Leadership, 0.685 unit increase of Controlling Leadership, 0.612 unit increase of Demanding Leadership and 0.545 unit increases of Self confidence Leadership.
Conclusion
It could be found from the factor analysis that the selected 36 factors related to the characteristics of leadership personalities of managers in IT and Non-IT organizations into four major factors representing Independent Leadership, Controlling Leadership, Demanding Leadership, and Self confidence Leadership and noticed that the characteristics of leadership personalities of managers in IT and Non-IT organizations is predicted from 0.739 unit increases of Independent Leadership, 0.685 unit increase of Controlling Leadership, 0.612 unit increase of Demanding Leadership and 0.545 unit increases of Self confidence Leadership and these four factors are having significant impact on the overall the characteristics of leadership personalities of managers in IT and Non-IT organizations. Further, among the four factors, Independent Leadership is one of the major occupied factor than the Controlling Leadership, Demanding Leadership and Self confidence Leadership among the selected IT and Non-IT organizations in Karnataka.
